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About Human Capital Management Institute
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The Human Capital Management Institute (HCMI) was founded on the belief that
organizations can and must, find better ways of measuring their investments in human capital. Our
vision of the future is one in which human capital measurement and information is as integral to
business decision making as financial information is today.
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- We Bring Financial Discipline, Standards and Rigor to the HR Function -

/HCMI Background:
= World leading tools/methodology

= Deep Finance & HR expertise

= Advisory Board CFOs and HR heads

o

* 100+yrs experience Analytics & Planning

~
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What We Do: \

» Measure the immeasurable in human capital
» Full service tools, consulting & training
» Transform workforce data into intelligence

= Tools so HR can make the business case

J

o /

Workforce Assessment = Strategic Consulting * Training

Best Practices = Workforce Analytics and Planning = Benchmarking
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HCMI Analytics and Planning Methodology

HCMI combines world-class human capital analytics knowledge with advanced Gkl

workforce solutions to rapidly deliver workforce insights linked to financial results.

step1: Input Workforce Question

< >
Can we model our \\ e Whatis the profile of
workforce to optimize cost, top performing store

profit and productivity? G managers?

Company Data and Systems Workforce Data Answers and Value

Blueprint Creation Opportunities
HR Workforce Payroll

Step 2:
HCMI Process

Dashboard Human Capital Workforce Analytics and
Financial Statements Planning with ROI
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Key Human Capital Questions

HUMAN CAPITAL

Use Critical Questions to Search for Answers LTS

“Human Capital Management Institute

* Can we model our workforce to optimize cost, profit el e
and productivity?

* What are the predictive indicators of turnover? What LS
percent of employees are at risk?

« What is our Total Cost of Workforce as a percent of e
revenue and expenses? How do we compare to peers? | T ——

* Is internal mobility a source of value or turnover and . e : e
cost? What percent of the workforce moves internally = i _ T
each year? e Sl »

* What is the link between employee engagement, B
customer satisfaction, revenue and profits? What are P
the drivers?" e ——
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Workforce Data Blueprint
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Data Integration:
= Comprehensive systems and data flow map

= Data quality analysis, data gap identification and
recommendations for optimization and proxies

Data = Current and desired future state capability report
Integration

Workforce

Standard
= Workforce Standards:

=  Metrics standards, definitions, formulas and best
uses for predictive linkage to business results

= HCMI Job Framework model
* Transaction and timing standards

Analytics and Planning Model:

= Data segmentation, cohort analysis, trending and

. predictive modeling
Sustainable Framework for

Workforce Measurement, Analytics
and Planning

Structured analysis, insights and ROI across the
talent management lifecycle
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The Power of Combined Data Sources G

| Position Profiling, Predictive Modeling, Fact Based Decisions

e Performance Report Metrics
e Ratings Distribution Curve
e Ratings by unit, location, etc.

e Education & Experience
e Transaction History
Employee |  sypervisor/Employee History

Performance

|
|
u

Recruiting

e Recruiting Metrics & Reports
e Best/Worst Hiring Sources
e Basic Recruiting Profiles

e ROI Internal v External Hires
o Redefined Best « Pay for
o New Recruiting Standards Performance
) Employee
. Succes_s_Proflles ploy ~ECTETED G e Areas of Excellence
¢ Recruiting Standards Recruiting ‘ e Targeted Training
Turnover
Developmen
Retention We Pay for Performance

o Cost of Turnover
e Key Turnover Drivers
o Key Retention Drivers

o Areas of Excellence
e Targeted Training

e Turnover Metrics Reports e Employee Training Plans
e Turnover Factors e Succession Planning
e Retention Factors Turnover e Skills/Training Database

Retention

e Compensation Metrics/Reports

e Internal & External Pay Equity
e Fixed vs. Variable Pay © Human Capital Management Institute 6




A
ate
.
%e
0®

Cohorts: Grouping Data to Enable Comparison and Analysis HUMAN CAPITAL

MANAGEMENT INSTITUTE

Definition: A cohortis a group of subjects with a common defining characteristic. Typically, the
term is used to identify groups over a particular span of time. However, cohorts can also be used in
cases where the defining characteristic is not time based, such as ethnicity, region or gender.

Additionally, cohorts can be modified by censoring, or excluding certain subjects from analysis
when their data would contaminate the results.

Examples of Cohorts in Workforce Data: Examples include, but are not limited to, Job
Categories, Tenure Groups, Age Groups, Division or Business Units, Hiring Classes, Compensation
Level, Performance Rating Categories, Productivity Level, Turnover Category, Mobility Category,
Work Experience, Education Level and Span of Control.

Employee Tenure Job Group and Performance Rating

Turnover Customer Service
IT Professional
—— Management
— Operations Staff
— Professional Staff
— Sales Staff
— Skilled and Semi-Skilled
Under 70 70-80 80-85 85-90 90-100
g Annual Performance Rating
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Leveraging the Decision Band Method
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High level workforce segmentation methodology by level of responsibility and value and
importance of decision making .

Band 6: Establishes
vision and strategy

Man 1, CEO

Band 5: Sets strategy
5 and program direction

Senior Leadership, Senor Director

Band 4: Makes decisions that interpret
programs into operational plans and 4_

schedules and deploy resources

Manager, Vice President, Director Band 3: Performs independent

analyses, determines which process
3 to use and how to complete job
duties and responsibilities

Supervisor, Sales Staff, Professional Staff, IT Staff

Band 2: Determines how
and when to perform job
duties and responsibilities
Band 1: Determines
manner and speed
to perform elements
of an operation
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Components of a Job Classification Framework

E ittt
High Level Job Group
EEO Category: Professionals T Industry: Financial Services
1 4
Revenue Generating: No
Workforce Category: Professional Staff ']
3 Customer Facing: No
4
Job Family: Analyst Job Function: Human Resources
4
4 Job Sub Function: Compensation
Job Title: Senior Analyst !
Job Band: 3
' L]
Job Code: HANA34 — Job Grade: 34
Detailed Job Dimension
© Human Capital Management Institute 9




Example: Identifying Workforce Segments Across the Organization iii
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A Job Classification Framework enables segmentation and grouping of positions by role and function across
Business Units or Divisions. For example, how many analysts do we have across the organization, or how
many employees do we have in HR (both Centralized and Decentralized)?

Job Function*

. ERCOERED |
Position / Rol Total

Vice President 2 4 2 3 2 13
Manager 8 14 10 12 16 60
Analyst 12 23 18 22 6 81
Trainer 14 0 0 0 0 14
Recruiter 20 0 0 0 0 20
Specialist 18 32 23 26 115 214
Total 74 73 56 65 146

* Note: While some Job Functions have the same name as the corresponding Business Unit or Division,
Job Function is the core service or function that positions perform, not where they “sit” in the organization.
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Driving Value with a Job Classification Framework
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Top Down

Identify and Share Talent

Uncover Hidden Value

Aggregation of common Powerful drill down
job attributes, skills and capability to identify job
c.ompetenci.es across Critica | ]0 b Ro Ie S characteris.tics and skills
lines of business and that drive workforce

companies. productivity.

Job Detail

Bottom Up
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Identifying Critical Job Groups
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What Critical Job Roles/Groups Are:
* Alarge, high cost or high impact group of jobs, typically “Core” to the organization.

What Critical Job Roles/Groups Are Not:

*  Asingle person or unique individual job.

e Ifyou could hire just 1 person in 1 job role, what job would it be?
e Whatjob roles, if eliminated, would cause your business to fail?
« Whatjob roles, if filled with “A” players, drive gains in productivity, revenue or profit?

e Ifthis group’s productivity improved 10% would it impact revenue or profit significantly?

Traditional Methodology Example: New Methodology Example:
Strategic Operational
Strategic Non-Strategic -
9 Critical * Critical *

 Sales * Flight Attendants  Sales * Nurses

* Pilots * Engineers * Pilots * Engineers

e Sr. Management * Customer Service * Doctors * Customer Service
* Doctors * Nurses * Sr. Management * Flight Attendants
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Advanced Workforce Segmentation

Hiring Classes

2012

« High
Turnover

o Low
Performance

Span of Control

@
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Performance and
Productivity Quartiles

Mobility Categories

2013

2014

e Company
Reorg

*High
Performance Top

e Performers

e Spike in

turnover

e Low
Turnover

Turnover and Retention
Quartiles

Managed Turnover

High TO
Mgrs

Med High

iy

Medium
TO Mgrs

Med Low
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Workforce Intelligence Software
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SOLVE Dashboards Overview l S_ULV E‘“l
DASHBOARDS

True Predictive Capability

it

\/

Measure, manage and predict

Short Implementation Measure
Go from raw data to advanced w
insights in just a few weeks - Quality of Hire

- Learning Effectiveness

Expert Consultants Powerful Benchmark Data

Customized insights

and recommendations v
HR Metrics to Financial ROI f Qg

Workforce linkage to $$$ impact
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Industry specific benchmarks

“What-if” Modeling

Real time changes to
optimize results
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Questions
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Contact Information: i
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Grant Cooperstein, VP Analytics
grant.cooperstein@hcminst.com

Moun Peterson, Director of Research
moun.peterson@hcminst.com

www.hcminst.com

Workforce Intelligence

Consortium Group @HCMI.M M'
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